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There are two main factors in management application and productivity including human 
being and operational systems of organization. Operational systems are implemented by human; so, 
the most important asset of organization is human resource. At the moment, intelligent managers are 
trying to develop and promote human resource and guarantee the success, efficiency and 
competitive superior in the organization.  Salary and benefit system is a mean to supply living and 
improving the level of employees and their family life. This issue is a mean to motivate organization 
to achieve success in private or public organizations. In this study, the relationship between 
productivity and employees satisfaction is discussed. This study is applied in term of target. The 
methodology of the study is descriptive- survey. In this study, the statistical society consists of all 
employees who are working in Tejarat Bank in Tehran. They are 600 employees. The volume of 
sample was 234 using Morgan Table and the sample were selected by random sampling among the 
society. The used tool in this study is questionnaire and Alpha Cronbach was used to evaluate the 
reliability of the questionnaire and its structures (0.916). The results of the study show positive 
correlation between all aspects of employee’s satisfaction of payment and productivity. The 
employee’s productivity has highest correlation with the payment amount against performance in 
the organization at 0.672, justice in the payment 0.5693, payment procedures and modes 0.491 and 
satisfaction of supervisor 0.481. Also, the results of the study showed that employees productivity 
(R= 0.675) has linear correlation with aspects of employees satisfaction about payment system. The 
results of the study showed that the aspects of productivity in women in Keshavarzi Bank are 
evaluated highly. There is no significant difference between the empirical average and theoretical 
average in productivity of human resource, so the situation of productivity in women human 
resource in Keshavarzi Bank is in middle level. 
Keywords: Productivity, Human Resource, Employees Satisfaction of Punishment and 
Reward System, Tejarat Bank 
Introduction 
In developed world, human resource is main asset to recognize the objective of organization 
(Orbany, 2010). Most of scientists in field of Management Knowledge believe that human resource 
is most important resource in organization which effect on other resource (Güngör, 2011). While, 
recognizing other factors on formation a successful occupational relationship between employee and 
organization is important, recognizing the factors which help to create the pleasant behaviors such as 
productivity is important (Monnastes, 2010). Productivity is one of the most influencing factors on 
success in the organization and country in international and internal competition area. Todays, 
productivity is the main requirements of organizations. Productivity is source of wealth and 
individual welfare and social welfare in the organization. Based on new economic theories, 
productivity provides the growth opportunities in long term (Maslach, 2008). Banking industry is 
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one of centric activities in the economic development of each country to recognize and promote the 
performance of this industry. Each activity needs asset and financial resource. Therefore, the role of 
banks and financial institutions are highlighted. The performance, efficiency and productivity of 
these banks and institutions are important in economic activities. (Jun Du, 2011). Based on the 
results of study of (Steers and Porter (1987)), occupational motivation is a factor to maintain and 
manage the employee’s behavior. In other study by (Porter and Miles, 1947), the theories related to 
occupational motivation have been divided in three categories: collective work (a degree of 
autonomy in group), personal (require to achieve success) and environmental features (rewards) 
(Güngör, 2011). 
At the moment, organizations are seeking to develop, motivate and increase the performance 
of employees and human resource through operational programs (Güngör, 2011). According to a 
dominant view in the management literature, financial payment in the motivational system is 
effective on employee’s performance. In fact, some authors believe that the main purpose of rewards 
is increasing external motivation to meet indirect needs of employees using reward and salary 
system (Anthony, R. and Govindarajan, V. (2007). The relationship between payment for better 
performance and creating external motivation have been explained in different theories clearly 
(Kunz, A. and Pfaff, D. (2002). One of these plans is reward and management system. This system 
is a function of discipline and order of human resource and strategic partnership of company 
management and has considerable role on organizational performance (fay et al, 2001; Yang, 2008). 
Management reward systems are influencing factors on organizational ability to maintain motivation 
in employees to improve and promote the performance in employees. Also, conducted studies in this 
regard show the positive effect of this factor on organizational factor and improving productivity 
and employees performance in the production line of new products (Song et al, 1997) and negative 
effect (Sarin & Majahan, 2001) and lack of any effect (Li et al, 2010; Chang et al, 2007). Maybe, 
some side aspects of this factor are not examined due to some exceptions in measurement of 
satisfaction of payment system and most of studies use certain criteria to measure this factor 
(Majahan, 2001; Rijsdijk and van den Ende, Sarin, 2011). Deep understanding of the complications 
caused by reward and punishment based processes is important, because managers may define the 
productivity resulting actions such as costs, development time and the quality provided to 
employees and avoid to implement such system (Rijsdijk et al, 2011). In fact, there is no study about 
how to understand employee’s satisfaction of reward and punishment system by managers. In fact, 
the effect of employees satisfaction of payment and reward system on productivity has not been 
studied (Barczak and Wilemon, 2003; Rodríguez-Escudero et al, 2010). In this study, the role of 
employee’s satisfaction of reward and productivity system on the productivity in Tejarat Bank has 
been examined.  
Productivity of Human Resource 
A simple definition of productivity of human resource is the amount of implemented work 
by employees in a time unit (Mahamid, 2013). In fact, individual productivity is optimal usage of a 
set of potential abilities and talents in a person to improve the life (Kazaz, 2015). From the 
perspective of organizational advantages, improving organizational productivity is achieved by 
promoting productivity in the individuals.  
Training, learning and growth of human resource in the organization and individual 
participation in the organization lead to increasing productivity in the organization in addition to 
individual productivity. Activating the potential power and talents lead to individual promotion and 
productivity in the organization (Jun Du, 2011). Based on conducted study in this field, the key 
variables influencing on human resources are occupational recognition, organizational support, 
motivation, performance feedback, validity and environmental inconsistency.  
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Reward System and Performance Evaluation 
Organization rewards the human resources to compensate the services in the organization, to 
spend power and time in the organization and to achieve the goal in the organization (Rogojan, 
2009). In fact, reward management system includes policies, processes and methods of 
organizations to reward employees according to their skill, abilities and talents (Güngör, 2011). 
Reward system and evaluation of performance is changed by promoting perspective and strategies in 
the organization and include organizational agreements in form of processes, structures and methods 
which creates a proper level of benefits and payment for employees (Armstrong, 2003) 
Reward system in the organization includes two kinds of performance and rewards the 
employees based on certain methods to each employee. Reward system should be efficient and 
effective, in other word allocating reward in an organization should maximize the efficiency 
(Rogojan, 2009) 
An optimal motivational payment system is a kind of individual financial motivational 
system which require simultaneous delivery of money following individual performance. Smoot, 
Delores, Duncan, and Phillip  (2011) believe that in these kind of systems, people should be able to 
evaluate their performance through behavior directly. Total finding of conducted studies about 
motivational systems show that employees are willing to work in higher level.  When payment is 
correlated to performance and employees know the direct correlation between productivity and 
payment level, their performance will be better. In other study by (Ogenyi Ejye et al, 2007) as well 
as this study, four components are discussed to examine the employee’s performance of reward 
system including justice in payment, designed procedures in the organization, satisfaction in 
supervisor (to provide proper feedback to manager) and payment appropriate to performance. 
Research Hypothesis  
First hypothesis: there is a correlation between justice in payment and employees 
productivity in the organization. 
Second hypothesis: there is a correlation between payment procedure and employees 
productivity in the organization. 
Third hypothesis: there is a correlation between satisfaction of supervisor and employees 
productivity in the organization. 
Fourth hypothesis: there is a correlation between payment against performance and 
employees productivity in the organization. 
Occupational satisfaction 
Occupational satisfaction is an emotional orientation which a person has in the job. 
Occupational satisfaction is evaluated based on degree of inconsistency and social- mental features 
related to job status. Occupational satisfaction is a factor to determine occupational performance 
(Kosteas, 2009) 
Productivity of human resource and employee’s satisfaction of payment system 
Results of Galup, Klein and Jian (2008) show that employees in successful organizations 
have higher occupational satisfaction, while low occupational satisfaction can influence on 
successful performance of organization. In fact, occupational satisfaction increases performance and 
efficiency. Positive attitude and interest to job lead to more effort and reduce costs (Palaiologos A, 
2011). On the other hand, managers who regard human values and occupational satisfaction of 
employees believe that increasing the efficiency is resulting by improving the motivation (Larijani, 
2006). It should be noted that the individual motivations are different due to individual differences. 
Based on results of (Chen, 2006), reward system is most important dimension to increase 
productivity in the organization and without reward, organizations cannot survive.  
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The salary at the end of month is reward, but this reward is paid constantly the motivation is 
reduced. So, a rational relationship should be created between performance and the results for 
individuals to increase the productivity in the employees. Employees expect a good reward to 
achieve the goal. The salary and benefits of employees should meet their economic needs in 
appropriate to quality and quantity and is similar to the level of salary of other employees. Received 
salary and benefits is a main factor especially in hard situation to increase the power of human 
resource and efficiency (Symeonidis, George, 2008) 
Methodology 
This is an applied study and was conducted by survey and descriptive approach. This study 
was conducted in Tejarat Bank in Tehran in 2015. The statistical society consists of all employees in 
Tejarat bank and 234 employees were selected as sample volume by Morgan Table. In this study, 
librarian method was used to gather information and providing the history. Also, a standard 
questionnaire was used to gather data and achieve to the objectives of the study and answer to the 
question of study. This questionnaire has two sections.  
First section includes questions (5 questions) about demographic and second section includes 
questions (47 questions) about variables in likret scale from one to 5 (number one shows very low 
and number five shows very high). In this questionnaire, reward payment system model of Ogenyi 
Ejye, 2007 was used to test the structures of employee’s satisfaction which is informed by 
components such as justice in payment (5 questions), payment procedures (6 questions), satisfaction 
of supervisor (6 questions) and payment against performance (4 questions). 
 Standard questionnaire of employees productivity by Hersi, Blanchard, Gold Smith 1980 
including 26 questions in form of likret scale from one to five (number one show very low and 
number 5 shows very high) has been used to examine the productivity of human resource. Alpha 
cronbach was used to evaluate the reliability of the questionnaire and its structures and the value is 
shown in the table below.  
Table 1: The reliability of the questionnaire and its structures 
Row Components Cronbach alpha  
1 Productivity of human resource 0.89 
2 Employees satisfaction of payment system 0.932 
3 Total components of the questionnaire 0.916 
 The obtained alpha cronbach of the questionnaire is over 70%. So, the reliability of the 
questionnaire is approved. Descriptive and deductive analysis using SPSS22 software was used to 
analyze the data.  
 In descriptive analysis of data, frequency, average and standard deviation was used and in 
deductive analysis, single T-test, two sample T-test, factorial analysis and correlation analysis was 
used. The results have been analyzed after K-S test and assuring the normality of the society.  
 Data Analysis 
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Table 2: Background information about the participants 
Percent Number Variable Row  
55.3% 130 Men Gender 1 
44.7% 105 Women 
34.51 230 Average Age 2 
7.2% 17 Diploma Education 3 
8.1% 19 Associate degree 
40.4% 95 BA 
44.3% 104 MA and Ph.D. 
20.9% 49 Lower 5 years Job experience 4 
37.4% 88 5- 10 years 
40% 94 10 years 
34.9% 82 Single Status of marriage 5 
65.1% 153 Married 
As shown in table above, the age average of employees in Tejarat Bank was 34 years old in 
average and 40.4% of employees had BA degree and 44.3% of employees had MA and Ph.D. 
degree. Also, most of employees had more than 10 years of job experience.  
Research findings  
First hypothesis: there is a correlation between justice in payment and employees 
productivity in the organization. 
Second hypothesis: there is a correlation between payment procedure and employees 
productivity in the organization. 
Third hypothesis: there is a correlation between satisfaction of supervisor and employees 
productivity in the organization. 
Fourth hypothesis: there is correlation between payment against performance and employees 
productivity in the organization. 
Table 3: Correlation coefficients among the variables based on four hypotheses  
 v1 v2 v3 v4 Employees’ productivity 
Justice in 
payment 
Pearson Correlation 1 .884** .872** .838** .569 
Sig. (2-tailed)  .000 .000 .000 .000 
N 235 235 235 235 235 
Payment 
procedure 
Pearson Correlation .884** 1 .717** .707** .491 
Sig. (2-tailed) .000  .000 .000 .000 
N 235 235 235 235 235 
Satisfaction of 
supervisor 
Pearson Correlation .872** .717** 1 .674** .483 
Sig. (2-tailed) .000 .000  .000 .000 
N 235 235 235 235 235 
Payment against 
performance 
Pearson Correlation .838** .707** .674** 1 .679 
Sig. (2-tailed) .000 .000 .000  .000 
N 235 235 235 235 235 
Employees 
productivity 
Pearson Correlation .569 .491 .481 .672 1 
Sig. (2-tailed) .000 .000 .000 .000  
N 235 235 235 235 235 
**. Correlation is significant at the 0.01 level (2-tailed). 
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In correlation table above, the test was conducted in error level of 0.01 and no errors have 
been observed in this level. As shown in the correlation coefficient in table above, there is  a 
correlation between each of dimensions of payment satisfaction as independent variable and 
employee’s productivity as dependent variable. As shown, employee’s productivity is correlated 
highly to payment against performance at 0.672. As shown in table above, there is a positive 
correlation between all dimensions of employee’s satisfaction of payment and productivity. 
Employee’s productivity is correlated to payment against performance at 0.672, justice in payment 
at 0.569, payment procedures at 0.497 and finally satisfaction of supervisor at 0.481 respectively.  
Then, regression test was used to examine the effect of entrepreneurial tendency on 
organizational performance and the results are shown in table 4 below.  
Table 4: Regression Test 
Model Unstandardized Coefficients Standardized Coefficients T Sig. 
B Std. Error Beta 
 Fixed variable  1.176 .185  6.343 .000 
Justice in payment  .215 .209 .200 1.030 .004 
Payment procedures  .082 .105 .086 .784 .004 
Satisfaction of supervisor  .121 .099 .130 1.228 .001 
Payment against performance  .709 .095 .692 8.451 .000 
a. Dependent Variable: employees productivity 
 The results of above table show that the highest linear correlation between employee’s 
productivity as dependent variable and payment against performance as independent variable in the 
organization. The results of this test show that employees productivity (R=0.675) is correlated to 
dimensions of employees satisfaction of payment system linearly. Adjusted R square in these three 
variables is 0.456. 
 First hypothesis: there is a correlation between justice in payment and employees 
productivity in the organization. 
Table 5: Correlation coefficient between justice in payment and employees productivity in the 
organization 
Coefficients 
Model Unstandardized Coefficients Standardized 
Coefficients 
T Sig. 
B Std. Error Beta 
1 Fixed  1.391 .195  7.150 .000 
Employees satisfaction 
of payment system  
.659 .057 .603 11.551 .000 
a. Dependent Variable: productivity of human resource  









0.603 0.364 0.361 133.417 0.751 0.603 
As shown in table above, there is a relative high regression relationship between productivity 
of human resource and employee’s satisfaction of payment system (0.603) 
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The relationship between payment for better performance and external motivation has been 
explained in different theories (Kunz and Pfaff, 2002). One of these programs is reward and 
management system. In this study, the hypotheses 1-4 was used to examine the accuracy. In the 
table, there is positive correlation between all dimensions of employee’s satisfaction of payment and 
productivity. Employee’s productivity is correlated to payment against performance at 0.672, justice 
in payment at 0.569, payment procedures at 0.497 and finally satisfaction of supervisor at 0.481 
respectively. The results of this test show that employees productivity (R=0.675) is correlated to 
dimensions of employees satisfaction of payment system linearly. Adjusted R square in these three 
variables is 0.456. 
Regression test was used to examine main hypothesis. As shown in the regression table, 
there is a relative high correlation between productivity of human resource and employee’s 
satisfaction of payment system (0.603). The findings of this study in line to previous studies 
(Herpen, Praag, Cools, (2005) show that employee’s satisfaction of payment systems has highest 
effect on employee’s productivity.  
Recommendations Based on the research findings 
In this study, the relationship between four dimensions of employee’s satisfaction of 
payment system on the productivity has been studies. Maybe, several factors have not been 
examined and it is recommended to examine the relationship of other variables.  
Also, many studies have been conducted in connection with the productivity focused on 
environmental factors. It is recommended to psychological factors and other issues were discussed. 
It is suggested that the organization of other models were used to assess the productivity of 
employees and their results are compared with results. The continuous measurement of productivity 
indicators in certain time intervals can be used to organize and make decisions about the appropriate 
strategy. 
Suggestions for further research 
According to the study, some recommendations are provided to the researchers  to study in 
this field in the future. 
• Similar studies for regional and country-wide generalizations in this area to be developed. 
• Research on men and women separately are provided to compare both genders. 
• A comparative study investigating the relationship between variables and the productivity 
of other domestic and foreign employees in the organization is very useful. 
• The subject of this research organization due to the nature of its other managers each have 
different management skills and different environmental conditions of the relevant organization is 
useful. 
Research limitations 
- The inability to control the accuracy and honesty of respondents 
- Problems of distribution, accountability and collect questionnaires from respondents 
- Lack of adequate cooperation to respond to all questionnaire 
- Biases due to the uncertainty of respondents confidentiality 
- Lack of motivation to respond to questionnaires 
- Non-compliance of understanding of the issues and realities 
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